Work performance requires the integration of ability, efforts and the opportunity gained. This means that work performance is the result of work for a specified period of time and it accentuates more on the result of work completed for a specified period of time. One of the duties personnel department held responsible for in improving teacher job performance is through providing communication, implementing teacher career development program and motivating teachers so as to create work performance. This study sought to determine the influence of communication, career development and work motivation on work performance of elementary school teachers in Medan, Indonesia. The research was conducted on elementary school teachers in Medan. The research is descriptive quantitative research in nature. Upon analyzing the data, it was discovered that there is a positive and significant influence between the variables of communication (X1), work motivation (X2) and career development (X3) collectively on the dependent variable of work achievement (Y) of elementary school teacher in Medan namely 55,998 and the results of adjusted coefficient of determination (R Square) discovered that the variables of communication (X1), work motivation (X2) and career development (X3) collectively influence the dependent variable of work achievement (Y) amounting to 83,9% which means that R Square = 0,70 is strongly related. Thus, it can be concluded that 70,4% of factors influencing work performance stem from communication, work motivation and career development, whereas the remaining 69.2% is influenced by other factors.
INTRODUCTION
In achieving its goals, every institution or organization requires good management and things associated with efforts in reaching institutional and organizational goals. Among these efforts is communication applied in each organization. Operating activities at institutions and organizations is almost impossible without good important part of work life. It is commonly noted that poor communication might have a broad impact on organizational life. On the contrary, effective communication might enhance mutual understanding, cooperation as well as work effectiveness. Considering that those working in an organization in achieving a common goal are a group of human resources with various characters, hence open communication shall be effectively developed.
Consequently, each teacher in an organization is aware of his/her responsibility and authority of each. Teachers with good communication skills enable them to obtain and develop their duties assigned which in the end improves their teacher performance level. Workplace communication plays a vital role in promoting the smoothness and effectiveness of teacher job performance in an institution and an organization. To foster a more effective communication, various factors that promote success shall be collectively used.
In an attempt to improve human resources performance, several obstacles are normally encountered since performance has diverse concepts and can be analyzed from different points of view and influenced by various factors, including the factor of teacher's ability and the support from external motivation, especially from that of superior. Human behavior has always hinged upon the existence of such motivation, regardless of high and low motivation. According to Robbins (2007) motivation is a willingness to exert high levels of effort to reach organizational goals, conditioned by ability, to satisfy some individual need.
Teachers who work with high motivation are the expectation of every institution or organization. Therefore, in order to increase or decrease one's motivation, theoretically, we need to seek to investigate the person's needs at a certain time. Dissatisfied teachers usually display low work motivation. This can be seen at a workplace where teachers show lack of spirit, laziness, slowness leading to a waste of time, money and so on. Career development is an effort to reduce or to eliminate the gap between the work result produced by teacher's competency and to produce the work desired by an institution or an organization. "Communication is defined as the delivery or exchange of information from the sender to the recipient, either verbally, written or using communication tool".
Win net in Suprapto (2009) argues that "communication is an interpersonal interaction using linguistic symbol system, such as verbal symbol system (words and non-verbals). This system can be disseminated directly/face to face or through other media (verbal, oral or other media)". Hence, it can be concluded that communication is essentially the process of delivering information from one party be it individual or group as a sender to the other party as a receiver to understand and opens up the opportunity to respond back to sender.
Definition of Motivation
Motivation is a driving force from within an individual's heart to do something in order to meet a goal.
Motivation can also be defined as a plan or desire to lead to success and avoid failure in life. In other words, motivation is a process for achieving a goal. Someone who has motivation means he has the power to lead a successful life. According to Winardi (2007) motivation derives from the word "motivation" which means "to move".
Motivation is the result of a number of internal or external processes within an individual, leading to the attitude of enthusiasm and persistence in carrying out certain activities. Whereas work motivation is a potential power that exists within a human being, which can be personally developed or developed by a number of external forces that essentially revolve around monetary and nonmonetary rewards. This can affect work performance results in a positive or negative manner, depending upon the situation and conditions faced by an individual.
Types of Motivation
According Hariandja (2002) motivation is divided into two different types; positive motivation and negative motivation. Below are the definitions:
Positive Work Motivation
Positive work motivation is an effort made by a teacher to work well with the aim of gaining communication in meeting the needs of his life and fully participating on the work assigned by the institution or organization or organization responsibly.
Negative Work Motivation
Negative work motivation is performed with the aim of avoiding mistakes that might potentially arise during work. In addition to that, negative work motivation is also beneficial in that teachers do not neglect their obligations. Negative work motivation can be in the forms of sanctions, suspensions, demotions or imposition of fines".
Definition of Career Development
The term "teachers career development" often raises doubts and is often misconstrued in today's terms which have been more widely used in practice as in education and training sector. These doubts and misconceptions are needless to arise since in the essence the definition of the words implied in this term are interconnected and it shows a common activity which is an effort to increase knowledge, skills and attitude of operation teachers or managerial teachers. Martoyo (2008) puts forward that "career development is a condition that shows there is an improvement of one's status within an organization wherein the career path has been set forth in the organization". Handoko (2011) elaborates that "career development has a wider scope in an effort to improve and enhance knowledge, abilities, attitudes and personality traits."
According to Komang (in Sugiyono (2012) ) "career development is a personal development that a person undertakes in order to achieve a career plan and up gradation by the human resource department to achieve work plans in accordance with the path set by the organization." From this definition, it can be inferred that teachers career development is an effort aimed at advancing the teaching profession so that it can help change teacher's attitude towards his/her work with regards to attitude, knowledge and ability.
Definition of Teacher Job Performance
Job performance or work performance is a measure of success or an achievement of a teacher. In performing his/her tasks or jobs, a teacher has always wanted to know the results of his/her work whether good or bad and whether any progress has been made or any setback have been created. With regard to this, work performance plays an important role for institutions and organizations and for the teachers themselves. The sustainability of an institution or organization depends upon the achievement of its teacher in carrying out the work. Therefore, teachers are the most important institutional and organizational elements that should of taken into account.
In achieving institutional and organizational goals, it would be less effective if a number of teachers fail to show good work performances and consequently results in a burden for institutions and organizations. Therefore, teacher job performances should really be of great concern. Hasibuan (2012) defines work performance as "the result of work achieved by a teacher in carrying out his/her duties assigned in accordance with the skills, experiences and seriousness and time".
Meanwhile, Wibowo (2013) defines work performance as "the result of work that has a strong relationship with the organization's strategic goals, customer satisfaction and contributes to the local economy". In addition to that, Prawiro sentono (in Sutrisno (2011) ) suggests that work performance as "the result of work that can be achieved by a person or group of people in an organization in accordance with their own authorities and responsibilities in order to achieve organizational goals in a legal manner, without violating applicable rules and regulations and in accordance with the morals or ethics".
Factors Affecting Work Performance
Every individual is born with a natural inclination towards badness, goals, desires and basic impulses. With that respect, humans experience self-changes based on experiences, practices, learning and interaction with the environment in terms of physical, social and psychological needs of which in the world of work can be dominantly influenced by different interests, goals and objectives of institutions and organizations. This will somehow affect the job performance, therefore, good work results must be achieved by teachers.
A teacher as an important institutional and organizational resource requires encouragement and guidance towards achieving high job performance on the works they perform. It is everyone's nature to hope to be successful in life. Every activity a teacher performs does not necessarily always lead to satisfactory results. This is since an individual's success is influenced by several different factors. Mangkunegara (2013) claims that the factors that need to be taken into account in teacher job performance include:
1. Quality of work which includes neatness, accuracy and its relation to the results of work regardless of the volume of work. With good quality of work, one can avoid committing errors in performing a job and thus the result of work productivity can be beneficial to the development of institutions and organizations.
2. Quantity of work, that is the volume of work produced under normal conditions. Quantity of work indicates the many types of work completed in one period of time so that efficiency and effectiveness can be implemented in accordance with institutional and organizational goals.
Responsibility which shows to what extent teachers hold responsible for teacher's work results, facilities
and infrastructure used and their work behavior.
2. Initiatives, which shows how capable a teacher is in analyzing, assessing, creating and making problemsolving decisions he or she faces.
3. Cooperation, which is the willingness of teachers to participate in collaboration with other peer teachers either vertically or horizontally, inside or outside of the work scope so that it leads to a better work performance.
4. Obedience, which is the willingness of teachers to comply with prevailing regulations and perform their work in accordance with the instructions given to them.
As for teachers, high levels of work performance can benefit themselves in terms of increased salaries, catching an opportunity to be promoted, unlikely chance for demotion and making them more of an expert and experienced in the field. On the contrary, low levels of teacher performance indicate that the teacher is in fact incompetent in performing his/her work and poor in work relationships. Teacher job performance will undeniably have an impact on the teachers themselves.
possibility for being demoted and ultimately causing the teacher to experience employment termination from the institution or organization in which s/he works. High level of work performance will increase the productivity of institutions and organizations, thus reducing teacher turnover rates and strengthening the management of institutions and organizations.
On the contrary, low level of teacher work performance might potentially decrease the level of work quality and productivity as well as increase teacher turnover rates which will ultimately lead to decreased income of an institution and organization. The main thing required by institutions and organizations of their teachers is good work performance in accordance with standards stipulated by the institution and organization.
METHODOLOGY

Subject of Research
This research variable consists of independent variables and a dependent variable. The independent variables are comprised of communication, work motivation and career development, whereas the dependent variable is work performance.
Population and Sample
Population
In the present study, the population involve all elementary school teachers in the city of Medan, Indonesia, amounting to 12,673 persons.
Sample
The samples were gathered by using Slovin formula as proposed by Umar (2005) as follows: Thus, the number of samples used as respondents in this study is as many as 388 people.
Data Collection Technique
The techniques for collecting the data are as follows:
1. Literature Study 2. The literature study is done by collecting and studying the data obtained from books, journals and websites in relation to this research.
Questionnaire
This study uses the likert scale in order to measure attitudes, opinions and perceptions of an individual. The scale applies 1 to 5 score of which since by omitting the middle value (neutral or hesitant), the measurement scale will be a lot more symmetrical and tends to lean towards positive direction as much as leaning towards negative direction. In addition to that, the omission of the middle value is also aimed at avoiding the category of neutral answers that tend to be chosen by respondents leading to the different data among respondents tend to be less informative. The five answer alternatives are shown in the following 
Data Quality Testing
Prior to collecting the data, it is important to firsthand conduct validity and reliability test of the questionnaires.
Validity Testing
Validity testing in this research is used to test the validity of questionnaires. Validity indicates the extent and the accuracy of a measuring instrument in performing its measuring function. Priyatno (2010) argues that if all items achieve a correlation coefficient of at least 0.30, the distinguishing characters are then considered satisfactory.
However, we can also lower the criterion limits if the number of items has not met 0.30 to 0.25. This calculation is done with the help of SPSS (Statistical Package for the Social Sciences) computer program. In order determine valid and invalid item numbers, Table r product moment is needed for calculation. The criteria of the validity test are:
a. If r count > rtabel (at a significant level of 5%), it can be inferred that the questionnaire item is valid.
b. If r count <rtabel (at a significant level of 5%), it can be inferred that the questionnaire item is not valid.
Reliability Testing
Reliability is an index indicating the extent to which measurement results are considered reliable. The measurement results can be trusted or reliable only if in several times the measurements on the same subject group relatively revealed the same results as long as the aspects measured in the subject have not changed. For testing, certain limits are applied such as 0.6. According to Priyatno (2010) the reliability of less than 0.6 is not good enough while 0.7 is acceptable and above 0.8 is good.
In this study, we adopt the following data analysis techniques:
Descriptive Analysis Method
Classical assumption test
The classical assumption test is divided into 3 categories, namely: 
RESULTS AND DISCUSSION
Validity Testing
The test results of communication and work motivation variables that affect teacher performance is illustrated in Table 3 In the histogram graph above, it is seen that the variables are normally distributed, indicated by the data that do not deviate to the left or right.
Figure-2. P-Plo Normality Test
Source : Processed Data, 2017 In the scattered plot, there are some points that follow the data along the diagonal line. This means the data is normally distributed. In table 4 .11 above, it can be seen that the variables of communication (X1), work motivation (X2) and career development (X3) have a VIF of smaller than 5, which indicates that there is no problem in the regression analysis.
Multicollinearity Test
The tolerance values show no problem because the value is close to one.
Heteroscedasticity Test
Figure-3. Scatterplot of Heteroscedasticity Test
Source : Processed Data, 2017 The regression model used in this study did not experience heteroscedasticity. (2.012) and T sig (0,000) <  (0,05).
Partial Test (T Test)
Based on this criteria, it is concluded that Ho is rejected and Ha is accepted where partial motivation as the independent variable has a significant influence on the dependent variable which is the performance of elementary teachers in Medan.
c. The variable of career development has a positive and significant influence on the performance of elementary school teachers in Medan. This can be seen from t count (7,541)> t table (2.012) and T sig (0,000) <  (0,05).
Based on this criteria, it is concluded that Ho is rejected and Ha is accepted in which career development as the independent variable partially has a significant influence on the dependent variable which is the performance of elementary school teachers in Medan. The variable of career development has the greatest value among other variables which influence work performance. Thus, it can be inferred that career development is a major factor that elementary school teachers in Medan has paid attention to and career development is a highly determining variable in improving the performance of elementary school teachers in the city of Medan. 
Determinant Testing (R2)
DISCUSSIONS
CONCLUSIONS
Based on analysis results, the following conclusions can be drawn:
